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The kinds of prograns and agencies that nmay find this case
study rel evant incl ude:

1 DoD organi zati ons
1 Business-|ike agencies
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1 Agencies with multiple activities
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OVERVI EW

The Wl ter Reed Arny Medical Center started stocking
their pharnacies through the Prine Vendor programthree
years ago. Since then they have reduced warehouse space
fromseven to half of one, elimnated 32 staff positions and
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saved $400, 000 in annual leasing and utility costs. That_s
just one of many success stories that the Defense Logistics
Agency (DLA) can attribute to their participation in both

t he Governnent Perfornmance and Results Act (GPRA) of 1993,
and the National Performance Review (NPR).

DLA has been involved in formal strategic planning for
over 8 years and has continuously inproved in their efforts.
DLA s first fornmal plan was devel oped usi ng MBO nodel s.
Since then, the agency has noved from neasuring inputs and
outputs to focusing on programresults and outcones. The
process did not happen overnight. They have applied the
| essons learned in their initial planning processes to their
nost recent Performance Plan (1996) devel oped for GPRA pil ot
purposes, and to their current effort to refine their
strategic plan in conpliance with the provisions of the
GPRA.

Leader shi p has been dedi cated to agency i nprovenents
t hrough the use of GPRA and reinvention |abs. This support
has been instrunental in redirecting the agency s focus to
t he custoner and i nproved perfornmance. They continue to
refine and i nprove their processes, and have taken the next
step towards devel opnent of a true perfornmance budget.

H STCRY/ CONTEXT

The Def ense Logi stics Agency (DLA) provides worl dw de
materiel and | ogistics services for the Departmnent of
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Def ense. DLA consists of three najor lines of business:

1 supply managenent, which purchases and nmanages itens such
as food, fuel, clothing, and nedical supplies,

1 distribution, which receives, stores and issues nateri el
for use by the Mlitary Services, and

1 contract nmanagenent, whi ch nmanages contracts awarded by
DLA, the Mlitary Services, the National Aeronautics and
Space Admnistration, and other federal agenci es.

DLA has an annual budget of over $14 billion dollars and

enpl oys over 52,000 personnel. To portray the magnitude of

their operations, they have procurenents of $9.3 billion,

manage $849 billion in active contracts with 25, 556

contractors, and process over 40.3 mllion receive and issue

transacti ons.

Previ ous Planning Efforts

DLA has been involved in formal strategic planning for
over 8 years. Their 1988 Strategic Plan, entitled
"Supporting the Arned Forces “ reflected a major effort to
institutionalize strategic planning in their agency. The
pl an was focused on strategies to achieve qualitative
obj ectives rather than specific as to targeted performnmance
for mssion prograns over a specified time frane. The plan
had si x annexes whi ch cont ai ned supporting docunents,

i npl emrent ati on plans, and functional requirenents. An
exanpl e of a goal and objectives by Strategi c Busi nesses:

| NFORVATI ON GOAL: Achi evenent of the optinumutility of
information (G and Strategy)
Mat eri el Managenent

[--- Unable To Translate G aphic ---]



MATERI EL MANAGEMENT OBJECTIVE 1: (btain sufficient essential materiel
to meet readi ness and sustainability requirements for the full spectrum
of operating scenari os.

MATERI EL MANAGEMENT OBJECTI VE 2: | nprove know edge of cust omer
requirenents.

MATERI EL MANAGEMENT OBJECTI VE 3: Achieve a weapons systens support
capability which nmeets the Mlitary Services_ availability goals.

MATERI EL MANAGEMENT OBJECTIVE 4: Meet custoners_ needs at the | owest
cost .

MATERI EL MANAGEMENT OBJECTIVE 5: Inprove the quality of nateriel and
processes.

MATERI EL MANAGEMENT OBJECTIVE 6: Maximze the reutilization and
transfer of DoD excess property, to offset potential DoD and Federal
Agency procurement costs

MATERI EL MANAGEMENT OBJECTIVE 7: Preclude mlitary and technol ogy
sensitive itens fromentering the civilian marketpl ace.

Acqui sition Services

ACQUI SI TI ON SERVI CES OBJECTI VE 1: Achi evenent of noderni zed i nfornation
systens and procedures to ensure tinmeliness, accuracy, and effectiveness

of all acquisition services.

ACQUI SI TI ON SERVI CES OBJECTI VE 2 : Achievenent of the necessary |evel of
participation with the Armed Forces and CGSD to devel op and i npl errent
initiatives for Total Quality Managenent and to inprove reliability and

nmai ntai nabi lity.

ACQUI SI TI ON SERVI CES OBJECTI VE 3: Achievenent of systens and procedures
capabl e of supporting contingency, surge, and nobilization requirements.

| mproved industrial preparedness assessnents and capabilities.

Di stribution Services

DI STRI BUTI ON SERVI CES OBJECTIVE 1: Inprove transportation managenent to
reduce response tine and control materiel flow

DI STRI BUTI ON SERVI CES OBJECTIVE 2: Reduce the cost and inprove the

ef fecti veness of the physical distribution system

DI STRI BUTI ON SERVI CES OBJECTIVE 3: ptinize transportation costs and

m ni m ze noverent of goods.
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bj ectives shoul d have internedi ate targets established
to aid in goal attainment. Many of the objectives in DLA S
1988 plan did not list quantitative targets, and were not
wel | -defined, such as "Inprove the quality of nateriel and
processes. * Wile the objectives related to the goal s
listed, not all contai ned enough specificity so that a
st akehol der could identify exactly what DLA was doing to
reach these goal s.

| npact of Reorgani zation

When Vice Admral Edward Straw assumed comrand of DLA
in July 1992, DLA s field operations consisted of supply
centers, distribution regions (depots), service centers and
contract managenent offices. Along with these prinary field
activities, Admral Straw nanaged 16 separate staff el enents
wi thin the headquarters in addition to having 28 ot her
commander s/ executives reporting directly to him The field
activities dealt only with their functional counterparts at
t he headquarters, creating a "stovepipe " effect within the
organi zati on, each operation with its_ own policies and
procedures and their own goals and objectives. As an
exanpl e, a functional office in the headquarters woul d give
a field coomander of a service center certain tineframes for
transporting goods fromstorage to shipping to neet goals
established in that function. To neet the timefranes the
commander woul d need to either increase the size of his
staff or authorize overtinme. However, those actions woul d
be in conflict with a goal established by a di fferent
function in the headquarters, such as reducing full-tine
enpl oyees.

After three major studies, (DLAIl, Synergy Contract,
Gang of 10), Admral Straw proposed a reorgani zation plan in
Decenber 1992 to:
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1
1
1

reduce the stovepi pes and bureaucracy,
reduce his span of control, and
focus the organi zati on on custoner support

The end result was the realignnent of field activities into
t hree busi ness areas: supply, distribution, and contract
managenent. The headquarters 16 staff el ements were
conbined to formthree main entities: two business areas
(rmaterial managenent and acquisition), and a support area
(corporate admnistration). Each business area deputy

di rector now had control of the budgets for the subordinate
activities under themand accountability for the perfornance
of their activities. Wile Vice Admral Straw reorgani zed
to inprove performance, it also set the stage for the

devel opnment of their current strategic plan, ”"The DLA
Corporate Plan (1994)

I n January 1994, DLA was approved as a Perfornance
Measurenent Pil ot under the Governnment Perfornance and
Results Act (GPRA) of 1993. This was in addition to their
i nvol venent in the National Performance Review (NPR) and the
Def ense Perfornance Review (DPR).

STRATEA C PLANNI NG PROCESS

During 1993 a group of individuals undertook the
clarification of DLA s goals and objectives for publication
t hroughout the agency. The four goals selected paralleled
the NPR goals in the 1993 Report of the National Perfornmance
Review (Oeating a Governnment that Wrks Better and Costs
Less). These general goals were corporate goals that
focused on the custoner.

As a separate exercise, the DLA Managenent Team
(conposed of departnent/busi ness heads at the SES and
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CGeneral O ficer level plus the Director and Deputy Director)
conpiled a list of 54 initiatives for perfornance
i nprovenent, as identified during nonthly nmanagenent
reviews, to significantly reduce costs of operations.
Though | abeled "initiatives “, many were, in fact,
strategies. The teamaligned these initiatives under the
four corporate goals. Seventy corporate perfornmance
nmeasures which were DLA S
traditional performance neasures were tracked by DLA s
on-line corporate Executive Information System (EI S) and
tied to the corporate goals.. Matrices were devel oped t hat
pai red the performance neasures with the initiatives for
each established goal (See Attachnment A Exhibit 1). Once
the goals, initiatives, and neasures were arrayed, the
product was officially staffed through the busi ness and
staff elenments for input and comrent. After many revisions,
consensus on the final product was achi eved.

The process did not incorporate all of the steps of
formal strategic planning. There was not the w despread
i nvol venent of the agency in the devel opment of the plan --
a select few devel oped the goals and initiatives. The
performance neasures in the EIS were all those that DLA had
currently been tracking. The Corporate Plan was nore of a
| oose framework of initiatives than a true strategic pl an,
but the strong focus on the custonmer was evident, and the
Drector_s commtnents provided strategic direction to
agency managers.

Wil e the pl anning process was directed and supported
fromthe top down, input fromcustomers kept the
organi zation commtted in the right areas. In 1992, the
Contract Managenent Command (DOMC) began a series of
structured interviews with their custonmers. In Septenber of
that year, the 71992 DOMC FOCUS CQust omer Assessnent Report “
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was published. The results, although not quantified until
later, led to a concentration of effort on a nunber of
processes that needed inprovenent fromtheir custoner_s
perspective. During 1993, personnel in nmateriel managenent
cust oner organi zati ons, fromcomranders at depl oyable units
to clerks at the custoner receiving points, were brought in
at DLA expense to participate in focus groups, headed by Dr.
Thomas Mentzer of Virginia Polytechnical Institute. A
project teamof inventory control point (1CP)/depot
representati ves subsequently devel oped a survey for DLA s
custoners. ! Wiile the prelimnary survey results woul d not
be conpl ete unti l

1994, the test survey findings identified six primary
attributes which were inportant to custonmers and three nain
areas for inprovenent:

1 Availability/quality of nateriel,

1 Response tinme in terns of itemdelivery, and

1 Quality of contacts between custoners and DLA

St akehol ders were also interested in DLA s prices,
especially cost recovery factors. These results contributed
towards the devel opnment of the customer commtnents that are
in DLAs Corporate Plan: " Dbetter, faster and cheaper.
Intuitively, executives knew that these were the nost
inportant factors that influence |ogistics support, but this
was the first tine these concepts were enbedded in their
strategic plan.

DLA faced a nunber of challenges in comng to a
consensus on their corporate plan. The reorgani zati on was
in process during 1993, but the organi zational stovepipes
still existed to sone degree, and executives were stil
power - brokering. This created an at nosphere where consensus

! This survey was ultinately sent to 32,000 custoners with a response rate of
over 5, 000.
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was not easily attainable. A though the reorganization
reduced the nunber of staff elenents in the headquarters,
there were still a nunber of people that had to agree on the
goals and initiatives, and what it would represent to their
busi ness area.

Al t hough personnel fromfield el enents were brought in
to help identify custoner requirenents, the corporate plan
was devel oped by a snall nunber of personnel at the
headquarters. This |ack of broad invol verent across the
staff contributed to the | engthy coordi nation process.

Anot her chal |l enge DLA faced was trying to align the
initiatives, goals, and neasures that were devel oped at
different tines with different methods and for different
purposes into a single, cohesive docunent. Al the pieces
were represented in different docunents but were not pulled
together until the devel opnent of the corporate plan.

STRATEA C PLAN SUMVARY

DLA s current strategic docurment is called the "DLA
Corporate Plan “ (1994) which articulates a cl oser alignnment
with their mssion and provides a focus for the
new y-reorgani zed activity. Their mssion statenment changed
slightly fromtheir 1988 version of ”"Provide the Arned
Forces with effective and efficient |ogistics support ”,
expanding the focus to ”...support the warfighter in tinme of
war and in peace... *“.

DLA s Strategic Plan is a conpilation of their
Corporate Plan, the Individual Business Area Plans, and
their Annual Performance Plan (See Attachnent A Exhibit 2).
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The Corporate Plan is the "Big Picture “ view of the najor
areas addressed in their planning process. Wen GPRA
i npl ement ati on began, the GPRA pl anning staff proposed
devel opnent of | ndividual Business Plans at the business
area level. These business area plans were not |ower |evel
strategic plans but represented their input into DLA s GPRA
Performance Plan for 1994 and al so forned the basis for the
busi ness area_s near-termoperational plans. The Agency
Annual Perfornmance Pl an, devel oped at the headquarters,
provi des stakehol ders with a blueprint on exactly what DLA
pl ans to acconplish in a given year

DLA s annual performance goals relate directly to their
| ong-termgoal s and objectives. DLAsS mssionis "... a
conbat support agency responsible for worldw de | ogistics
support throughout the Departnment of Defense." The prinary
focus of the Agency is to support the warfighter in tine of
war and in peace, and to provide relief efforts during tines
of national energency. Their corporate plan revol ves around
their mssion statenent and is further defined by their
vision and guiding principles. Their four goals are:

1 Put custoners first

1 Inprove the process of delivering |ogistics support

1 Enpower enpl oyees to get results; and

1 Meet custoner readi ness and weapon systens acqui sition
requi rements at reduced cost

Their corporate plan lists both the goals and a ganepl an on
how they wi |l acconplish them DLA wll be able to neasure
per f or mance out conmes by using their corporate Executive

I nformati on System (EIS). The desired outcones are mlitary
readi ness and custoner satisfaction. These wll be neasured
by a nunber of perfornance indicators that were devel oped
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for each business activity and at the corporate |evel.
Exanpl es are:

1 "Logistics Response Tinme “ wll be nmeasured by how | ong
(average days) custoner orders take to process

1 "Quality Assurance “wll track howlong it takes to answer
conplaints fromcustoners on the quality of products they
receive

1 "Financial Performance Results “ will track how effectively
depots are using avail abl e resources by tracking unit cost
over tine.

1 "CQustoner satisfaction “ wll be nmeasured by an | ndex of
Qustomer Perception in all business areas

Possi bl e Roadbl ocks
There are several factors that coul d adversely affect

DLA s ability to neet their long-termgoals and objecti ves.
Econom c factors, such as inflation above
normal predictions, could affect their ability to provide
materiel ” cheaper and faster“. This mght potentially
affect both their short and | ong term goals.

D rection from Congress, from unprogramred, reduced
funding |l evels to recommendations for further
downsi zi ng/ reorgani zati on, could al so af fect how wel | they
acconplish their mssion. A though federal agencies plan,
program and budget for financial resources, Congress can
change, delete, or rearrange budget priorities and
initiatives, which could conflict with DLA s priorities and
initiatives as reflected in their strategic plan.
Simlarly, Program Budget Decisions (PBDs) issued by the
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Gfice of the Secretary of Defense (OG8D) can al so affect
DLA s budget and prograns.

Leadershi p changes at the top (director-level) could
i nfl uence the degree of enphasis put on DLA s strategic
pl anni ng process. The director is a flag (general) officer
position (normally a three-star equivalent) that rotates
between the Arny, Navy, and Air Force. Admral Strawis a
strong proponent of strategic planning and the reengineering
efforts that DLA has undertaken. A different director could
bring a different |eadership style that could inpact or
change the focus on the long termgoals and objectives in
the current DLA plan. Wile it appears that DLA has fully
integrated strategic planning principles into their daily
operations, it is a phenonena in the mlitary for radi ca
changes to occur with a change in | eadership.

USE AND | MPACT COF STRATEA C PLANN NG

The agency has gained stature as a result of their
pl anning efforts. They continue to be comrended in GAO
reports and are often used as a nodel. In conjunction wth
t he Def ense Busi ness Managenent University (DBMJ) they
participated in the devel opnent and delivery of an
I nteractive D stance Learning Course on the Covernnent
Performance and Results Act (GPRA) that focused on strategic
pl anni ng, performance plans and perfornance neasures. This
trai ni ng
nmet hod was docunented as a "best practice “ by GAOin a
recently conpleted report to Congress, ”"Executive Quide:
Ef fectively I nplenenting the Governnent Perfornance and
Results Act (June 1996).

DLA s strategi c pl anni ng endeavors have i nproved
teamng efforts across their divergent business areas. It
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has al so focused their efforts on programm ng and budgeti ng
priorities that relate to their goals and objectives. They
have initiated a Perfornmance Based Budgeting G oup which
wll look at howto inplenent performance budgeting w thin
their organi zation. Qustoner commtnents are reflected in
t he agency_s Program (bj ective Menorandum (PQV), which
reflects requirenments and proposed funding |l evels for six
years. Al DoD agenci es devel op POM submts which are then
conbined to create the DoD Future Years Defense Plan. The
entire DLA organi zation recently received a unit citation
fromthe Ofice of the Secretary of Defense for their
extraordinary efforts in conmitting to $6.3 billion in
custoner savings in their recent POM subm ssion

(FY1996- 2001) .

DLA has al so focused their efforts on anal ysis of
results instead of only |ooking at the "nunbers. “ An
exanpl e woul d be the perfornmance indicator
"Logi stics Response Tinme. “ DLA pioneered the capture and
cal culation method for the |ogistics response tinme neasure
for DoD and proved that there was neasurable data for all
the services. At first, they were interested in the overal
per f or mance nunber, and were chal |l enged to conti nuously
inmprove it. They then | ooked at the processes involved to
under stand why they were obtaining the results they did.
Wile this is just a cause/effect situation, it_s inportant
to note that DLA has managed to institute this type of
structured net hodol ogy or conti nuous perfornance review and
anal ysi s across the agency.

Agency performance has al so increased -- individuals
know how to seek out process re-engi neering opportunities
through their involvenment in NPR and continue to nake
recomendati ons on howto do it "better, faster and
cheaper." In a recent nmenorandumto the Under Secretary of
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Def ense (Conptroller) (16 Apr

96), DLA provided 48 rei nventi on success stories that
reflect the major process changes within DLA and their
commtnent to their custoner which have been driven by their
strategi c planning process (See Attachnment A Exhibit 3).
Sone exanpl es are

1 Since Decenber 1994 overall custoner wait tine has been
reduced three days; center processing tine was reduced from
six days to four; urgent requirenents now take an average of
one day. DLA contracted with manufacturers and distributors
to accept direct orders frommlitary customers which reduced
inventory and storage costs. Cost avoi dance in the nedica
area alone in FY95 is projected to be $95.7 mllion with a
projection of $353 mllion over the next five years.

1 Premum Service, a relatively new program was devel oped
to reduce order and ship tine which offers the Mlitary
Services the ability to increase unit readiness. This service
provi des expedited ordering and tinme-definite delivery service
for critical itens that have an inpact on custoners_ m ssions.
Qustoners are guaranteed direct delivery in the continental
US wthin 24 hours after receipt of the order, with delivery
to all other custoners within 48 hours. Premum Service wll
satisfy their custoners_ needs to naintain a high degree of
fl exi bl e contingency response capability -- it is anticipated
that costs to custoners will be offset by reductions in the
cost of maintaining retail and whol esal e i nventori es and
i mproved wor kl oad schedul i ng.

1 Under the nedical Prine Vendor program 98 percent of
orders are delivered within 24 hours, conpared to the previous
time of 30 days - while at the sane tine prices are generally
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35 percent |ess than before. This programhas all owed

i nventory reductions of nore than 29 percent (valued at $143.5

mllion), resulting in FY 95 cost avoi dance of $95.7

mllion, estinated at $353 mllion over the next five years.

The Prime Vendor programis an excellent exanple of how
DLA s strategic planning efforts have resulted in | ower
costs and i nproved performance.

Both DLA s corporate plan and performance plan have

been distributed to all supervisors in DLA and provided to a

nunber of custoners and outside agencies. Vice Admral
Straw (DLA Commander) hol ds nonthly nmanagenent reviews to
exam ne sel ected perfornmance nmeasures in their current
performance plan. Exanpl es incl ude:

Busi ness Area Program Performnce Measures

Busi ness Area Pr ogram Measur e
Tar get
Suppl y Managenent Logi stics Response Tine
< 10 Days
D stribution Logi stics Response Tine
< 4 Days

(Mean Avg H -pri & Routi ne-

Depot Processi ng

Ti ne)
Contract Managenent Contract Managenent
10% | npr ovenent
Ef f ecti veness
Per f ormance | ndi cators
| ndi cators Busi ness Area FY96 Target FY97

Tar get
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Responsi veness
Stock Availability Suppl y 85% 85%

Ti el i ness

Logi stics Response
Ti nme

| CP Processing Suppl y 1 day 1 day
Ti ne

| medi at e | ssues

Depot Processi ng

Ti nme
MRO Pr ocessi ng D stribution < 1 day hi < 1 day h
Ti me priority priority
CQust omer Suppl y 85% 85%
Satisfaction | ndex
D stribution 85% 85%
(Based on survey
scal e
range from-5to Contract Mym
+5. 0= Pr eawar d 2.5 3.0
meet i ng Post awar d 2.0 2.5

expectations, 1+ =
exceedi ng
expect ati ons

This review helps to formthe basis for the perfornance report
that DLA submts under the GPRA, which conpares pl anned
performance to actual results. Their goals and neasures are al so
revi ewed during devel opnent of their programm ng, budgeting and
execution ganeplans to insure that they are incorporated into the
deci si on- maki ng process.
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QO5TS

The plans function within the Corporate Admnistration area
has the responsibility of managing the strategic planning
function in DLA. There are six pernmanent nenbers on the pl ans
staff, the ngjority of which have advanced degrees. The pl ans
staff is augmented by a pl anni ng team conposed of representation
fromthe corporate organi zation and the naj or business areas.

There have been incidental costs associated with their
strategic planning efforts, such as printing ($2,000 for three
per f or mance pl ans) whi ch have been consuned within nornal
operating costs. No additional costs are envisioned for their
next strategic plan iteration.

LESSONS LEARNED

DLA has found that strategic planning i s a continuous process.
According to nenbers of DLA s staff, they found that the process
and progress they have achi eved through their strategic pl anni ng
efforts is not generally enployed throughout the DoD. Their
process of managing for results works within DLA a
"busi ness-like “ entity, but is hard to conceptualize in the
separate Services that are "pure “ mlitary operations. DoD uses
t he Pl anni ng, Programm ng and Budgeti ng System (PPBS). A key
element in this systemis the POMthat is submtted by all DoD
conponents. The progranm ng and budgeting cycles in the PPBS for
nost mlitary operations are predom nantly based on inputs, such
as nunbers of personnel and aircraft, not on achi eving outcones
that tie to departnental goals. There are no incentives given to
the services for inproving performance except to reduce their
budget, and the savings that DLAw | realize through their
initiatives wll not be re-invested in DLA, but will be used to
satisfy other priorities. This type of incentive does not
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successfully "market “ the results of strategic planni ng
t hroughout DoD, especially as budgets have been in a continual
decl i ne.

DLA has also realized that their performance neasures were
nmostly output-oriented. This was attributed to their using the
measures already being tracked in their EIS. Their first
performance plan in 1994 had 34 initiatives and 10 | ogi stics
operations that tried to match prograns with fundi ng streans.

The plan was basically a validation of existing performance

indi cators and was done prior to the devel opnent of the overal
DoD Logi stics Strategic Plan, 1994 (update of the ASD Production
and Logistics Strategic Plan, May 1989). Wil e these neasures
were appropriate internal nmanagenent indicators in sone cases,
DLA realized that they needed to focus on the value of their
organi zation to their custoner. Their 1995 plan noved them nore
t owar ds out cone- based goal s and neasures. Their 1996 Perf ornmance
Pl an under the GPRA reflects a nuch nore focused set of
external ly based indicators that are understood by their

cust omer s.

They continue to nove fromcontrol of all the factors that affect
their outputs to achi eving responsiveness where it nmakes good
busi ness sense.

"Effective and tinely training of enployees is crucial to
effect the cultural change required with this type of strategic
pl anning effort “ says Janet Foote, a Senior Strategic Pl ans
G ficer at DLA Headquarters . DLA has found that training needs
to be continuous to insure that their commtnents and chal | enges,
as expressed in their corporate plan, are understood by al
enpl oyees. The Interactive D stance Learning nethod is but one
type of training enployed in DLA. Personal, on-site
training/consultation is al so provided by strategi c pl ans
personnel in the Corporate Admnistration area.

G her lessons |earned include the need to involve all echel ons
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in the devel opnent of a strategic plan. This is especially

i nportant when setting goals and net hods of neasurenent. And
finally, coomtted | eadership is needed to overcone the cultura
barriers and the fear of accountability.

NEXT STEPS

DLA is continuing to refine their strategic planni ng process
and will publish a formal strategic plan this year, using the
process prescribed by the GPRA. A team has been established to
facilitate the devel opnment of business objectives and busi ness
area plans and to try to align their goals with their budget.
They will continue to inplenment strategic planning across al
busi ness areas, eliciting w de involvenent fromthe bottomup as
wel | as top-down.

DLAw Il be working to reconcile the Chief Financial Oficers
Act performance neasures with GPRA neasures. They are al so
trying to quantify and correlate their performance neasures to
thei r budget formul ation/execution. They have al ready incl uded
their performance neasures in their POM and are on the way to
aligning goals with budget dollars, a task that has not been
acconplished to date on a wide basis in government. DLA s next
hurdle will be to align their objectives with their business
pr ocesses.
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